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the same as employees with any temporary disability. This presumably means that women employed in firms providing short-term sickness or disability insurance have paid maternity leaves. However, the fact that the new law prohibits discrimination based on pregnancy is no guarantee that women employees are actually eligible for pregnancy-maternity benefits or, indeed, that eligible employees are granted the benefits to which they are entitled. How this legislation has affected pregnant working women is not yet clear. Among other matters, there is still controversy on what is considered compliance with the law. Unfortunately, there is no available data source which can provide an up-to-date view of the scope and nature of childbirth-related benefits.24
Perhaps the most representative picture drawn by employees of the availability of benefits is provided by the Quality of Employment Survey (Quinn and Staines, 1979). Three-quarters of the women working at least 20 hours per week in 1977 stated that they were eligible for maternity leave with full reemployment rights. This level of eligibility represents a substantial growth since 1969 when 59 percent were eligible. Yet maternity leave with pay is still far from common. In 1977,29 percent had this benefit, about double the proportion who had it seven years before. The seventies were a period, then, in which companies were willing to make some limited commitments to women employees but not to protect them against loss of income. For most, the birth of a child did not necessarily mean a choice between that child and a job, but the overwhelming majority still had to forego all earnings while on leave. The financial consequences could be severe for a single mother or a woman married to a man earning a low wage. And the child would, of course, also be affected.
Like many other employee benefits, eligibility for both maternity leave with reemployment rights and maternity leave with pay varies by the nature of the company (see Table 5-2). Women employees of firms with 500 or more employees were clearly most apt (89 percent) to have a guaranteed job if they took maternity leave and, indeed, the likelihood of such a guarantee increased directly with firm size. At the very smallest firm, with fewer than 10 employees (the work site of 14 percent of the women who responded to the Quality of Employment Survey), only 39 percent claimed to have this guarantee. Of still greater importance, while about 4 out of 10 employees at the largest firms could take maternity
24 A national survey focused on this question was in the field at the time this paper was written (S. B. Kamerman and A. J. Kahn, codirectors, Survey of Maternity Benefits and Leaves in Private Industry).1974b) show that only 50 percentn about health insurance coverage for the noninsti-tutionalized civilian population. However, these results are only available selectively thus far. See, for example, U.S. Department of Health and Human Services (1980).eys. Journal of Marriage and the Family 40(2):.WI-,*1,1. Zellner, H. (1975) The determinants of occupational segregation. Pp. L'S MS m C  H
